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Summarv: 


Issue: 


By the year 2000, significant demographic changes will 

have had a major impact on the City of San Diego. Management 

literature describes the future work environment as 

constantly changing and highly complex. 


In order to address the changing needs of our City and 

its work force, it is important that we adopt sensitive 

strategies to ensure the delivery 'of high quality service to 

our citizens and municipal employees. 


Recommendations: 


The City Clerk's Office has outlined five strategies for its 

department that will address the changing demographic trends 

in San Diego. While many of the recommended strategies 

pertain directly to the City Clerk's Office, some may be 

applicable to all City Departments. 


A. Equal Opportunity Plans: City-wide 


1. 	 Recruiting, hiring and promotion practices that reflect 

the community we serve are integral parts of the City's 

equal opportunity programs. 
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a .  	Recruitment:  C i t y  r ec ru i tmen t  methods should be geared 
towards meeting t h e  goa l  of  developing a  l a b o r  f o r c e  
r e f l e c t i v e  o f  t h e  e t h n i c  and gender percen tages  i n  t h e  
popu la t ion  we se rve .  The o r g a n i z a t i o n ' s  b e n e f i t  package 
should be used a s  a r e c r u i t i n g  t o o l  t o  a t t r a c t  
q u a l i f i e d ,  e t h n i c a l l y  d i v e r s e  workers. By o f f e r i n g  
comprehensive h e a l t h  coverage,  f l e x i b l e  work schedules ,  
a t t r a c t i v e  r e t i r e m e n t  p l an  o p t i o n s ,  and compet i t ive  
c h i l d  c a r e  b e n e f i t s ,  t h e  C i t y  can a t t r a c t  t hose  
q u a l i f i e d  and h igh ly  s k i l l e d  workers who might o therwise  
be tempted by a l t e r n a t e  employers. 

Recrui tment  e f f o r t s  a t  l o c a l  c o l l e g e s  may enhance t h e  
pool  of a p p l i c a n t s  a v a i l a b l e  f o r  C i t y  p o s i t i o n s .  Job 
F a i r s  f o r  l o c a l  h igh  school  s t u d e n t s  wi th  s p e c i a l  
emphasis on in format ion  about  t r a d e  and v o c a t i o n a l  
s c h o o l s ,  w i l l  h e l p  f i l l  a n t i c i p a t e d  sho r t ages  i n  t h e  
s k i l l e d  l a b o r  c l a s s i f i c a t i o n s .  Also,  c u r r e n t  employees 
of v a r i o u s  r a c i a l  and e t h n i c  backgrounds could a r range  
t o  speak t o  school  o r g a n i z a t i o n s  of a s i m i l a r  background 
about  t h e  b e n e f i t s  o f  p u b l i c  s e r v i c e  and s e r v e  a s  
p o s i t i v e  r o l e  models i n  t h e  community. 

A s  	t h e  popula t ion  of s e n i o r  and r e t i r e d  c i t i z e n s  
i n c r e a s e s ,  it con t inues  t o  r e p r e s e n t  a  l abo r  source  t h a t  
i s  	exper ienced ,  f l e x i b l e  and r e l i a b l e .  The C i t y  has  t h e  
c a p a b i l i t y  t o  p rov ide  such a t t r a c t i v e  i n c e n t i v e s  a s  
f l e x i b l e  work schedules ,  par t - t ime  employment, and job 
s h a r i n g  i n  v a r i o u s  p o s i t i o n s .  Tapping t h i s  l a b o r  pool  
w i l l  a l s o  h e l p  t o  develop an age d i v e r s e  l abo r  f o r c e  
t h a t  i s  s e n s i t i v e  t o  t h e  needs o f  our  s e n i o r  and r e t i r e d  
customers .  

b. 	 Hi r ing :  I n  i t s  h i r i n g  p r a c t i c e s ,  t h e  C i t y  should p l ace  
an emphasis on m u l t i l i n g u a l  persons  i n  t hose  job c l a s s e s  
t h a t  i n t e r a c t  wi th  community members on a r e g u l a r  b a s i s .  
The C i t y  should cons ider  e s t a b l i s h i n g  b i l i n g u a l  s k i l l s  
a s  a job requirement  i n  t h e s e  p o s i t i o n s  and reward them 
accord ing ly .  The a b i l i t y  t o  communicate w i th  a  v a r i e t y  
of  c u l t u r e s  i n  d i f f e r e n t  languages w i l l  a l low t h e  C i t y ' s  
s e r v i c e s  t o  be more a c c e s s i b l e  t o  i t s  c i t i z e n s .  

c .  	Promotional  P r a c t i c e s :  Promotional  o p p o r t u n i t i e s  may be 
enhanced by adding a  City-wide Mentor Program. This  
program would match high l e v e l ,  succes s fu l  managers w i th  
lower l e v e l  employees who have demonstrated management 
and l e a d e r s h i p  p o t e n t i a l .  I f  s p e c i a l  a t t e n t i o n  i s  
p laced  on t h e  movement of women and e t h n i c  m i n o r i t i e s ,  
t h e  C i t y  should have l i t t l e  problem reach ing  i t s  equa l  
o p p o r t u n i t y  o b j e c t i v e s .  
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B. Equal Opportunity Plans: Department-wide 


1. 	 Although the Personnel Department is primarily 

responsible for the City's equal opportunity recruitment 

plans, the City Clerk's Office may supplement that 

program by developing the following practices. 


a. Recruitment: 	A team of four City Clerk staff members 

may be designated as recruitment personnel. Each staff 

member may visit an educational facility or social 

organization to inform interested individuals about the 

professional opportunities available in the City Clerk's 

Office. Targeted groups could include inner city high 

schools, college seniors on scheduled recruitment days, 

and high school and college women's groups. 


A City Clerk volunteer recruitment program may be 

developed to target senior and retired citizens to fill 

part time and hourly positions in the Clerk's Office. 

If a large volunteer network is developed and utilized, 

these volunteers may also help assist with development 

and implementation of major projects. These same 

individuals may also be able to provide insights on how 

to serve our senior clients more effectively. 


b. Hiring & Promotional Practices: A mentorship program 
for City Clerk staff members, who perform in an 
outstanding manner, may also provide the City Clerk's 
office with potential candidates for future job 
vacancies. Similar to the mentorship program suggested 
for the entire City, implementation would provide 
insight on leadership, supervision skills and other 
responsibilities of higher level positions in the 
office. After completion of a mentorship training 
program, individuals would become better candidates for 
promotional opportunities in the office. 

2. 	 The City Clerk's Office continues to meet and surpass 

many of the City's equal opportunity representation 

goals for professional, technical, clerical and kindred 

worker job categories. The department's objective for 

the 1990's will be to maintain the equal opportunity 

goal levels in these categories and focus on meeting the 

City's equal opportunity representation goals for the 

managers and administrators categories. These goals can 

be accomplished by meeting with key Personnel Department 

and Equal Opportunity staff members to stay up to date 

and informed on new procedures and issues. 
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C. 	 Con t inua l  Eva lua t ion  of  Se rv i ces  Offered i n  Light  o f  t h e  
Demographic Changes P red ic t ed  f o r  t h e  Year 2000. 

1. 	 Two recommendations a r e  be ing  made f o r  s e r v i c e  
e v a l u a t i o n :  (1) Chi ld  c a r e  s e r v i c e s  f o r  C i t y  employees 
and ( 2 )  S e r v i c e  enhancement f o r  t h e  community. 

a .  	Chi ld  Care: I n c r e a s i n g l y ,  women make up a l a r g e r  
percen tage  o f  t h e  work f o r c e .  Between 1970 and 1980 
t h e r e  was a 100% i n c r e a s e  i n  t h e  number o f  working 
women. Between 1975 and 1985 t h e  number o f  working 
mothers r o s e  175%. By t h e  yea r  2000, 61% of  a l l  women 
w i l l  be i n  t h e  l a b o r  f o r c e .  I n  San Diego t h e  
r e p r e s e n t a t i o n  of  women i n  t h e  l abo r  f o r c e  w i l l  i n c r e a s e  
from 39% i n  1980 t o  47.1% i n  1995. Over 75% of  t h e s e  
working women w i l l  have c h i l d r e n .  

The C i t y  work f o r c e  m i r r o r s  t h e s e  s t a t i s t i c s ,  and t h e  
i m p l i c a t i o n s  a r e  obvious.  A s  a major employer, t h e  C i t y  
of 	San Diego must add res s  t h e  c h i l d  c a r e  needs of i t s  
employees. This  i s  e s p e c i a l l y  important  because fewer 
people  w i l l  be  e n t e r i n g  t h e  work fo rce  i n  t h e  nea r  
f u t u r e .  Motivated and educated employees w i l l  be  i n  
demand. The C i t y  w i l l  need t o  f i n d  ways t o  a t t r a c t  and 
r e t a i n  p r i z e d  employees. 

Most r e c e n t l y ,  C i t y  employees became e l i g i b l e  f o r  a 10% 
d i s c o u n t  a t  t h r e e  co rpo ra t e  day c a r e  p rov ide r s  t h a t  have 
c e n t e r s  l o c a t e d  throughout t h e  county.  The C i t y  C l e r k ' s  
O f f i c e  s u p p o r t s  t h i s  d i s coun t  and t h e  p u r s u i t  of a 
l a r g e r  d i scoun t  f o r  i t s  employees. Another long  range 
g o a l  f o r  t h e  C i t y  i s  t o  e s t a b l i s h  an o n - s i t e  
i n f a n t / c h i l d  c a r e  c e n t e r ,  o r  one t h a t  i s  i n  c l o s e  
prox imi ty  t o  C i t y  Hal l .  

b. 	 S e r v i c e  Enhancement: For t h e  l a s t  two y e a r s ,  t h e  
C l e r k ' s  O f f i c e  has  conducted annual  s t a f f  r e t r e a t s  t o  
i d e n t i f y  new s e r v i c e  programs and t o  recognize  s e r v i c e  
a r e a s  where improvement can be made. The r e t r e a t s  have 
produced v a r i o u s  process  improvement p r o j e c t s  ranging  
from employee c r o s s  t r a i n i n g  programs, t h e  E l e c t i o n s  
Marketing Task Force ,  and t h e  Dial-A-Council system. 

I n  a d d i t i o n  t o  v a l u a b l e  changes i n  t h e  department,  each 
r e t r e a t  has  l e d  t o  b e t t e r  employee morale a s  we work 
t o g e t h e r  t o  make t h e s e  work environment and p r o d u c t i v i t y  
improvements. 
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Each depar tment  and d i v i s i o n  knows b e s t  how t o  improve 
t h e i r  own o p e r a t i o n s  and how t o  make t h e i r  p a r t i c u l a r  
s e r v i c e s  more accessible t o  c l i e n t s .  An a n n u a l  r ev iew 
and b r a i n s t o r m i n g  s e s s i o n  on how t o  improve s e r v i c e s  
g e n e r a t e s  v a l u a b l e  i d e a s  and each  pe r son  h a s  an  
i n c r e a s e d  s e n s e  o f  r e s p o n s i b i l i t y  and ownership  as t h e  
g roup  p a r t i c i p a t e s  i n  a l l  a s p e c t s  of  t h e  p l a n n i n g  and 
implementa t ion  s t a g e s .  

D.  	 S t r a t e g i c  P l a n s  t o  Ensure  High Q u a l i t y  S e r v i c e  D e l i v e r y  t o  
t h e  D i v e r s e  P o p u l a t i o n s  T h a t  Comprise Our Community. 

1. 	 Evidenced by t h e  l a t e s t  l o c a l  p o p u l a t i o n  demographics,  
t h e  f o l l o w i n g  recommended p l a n s  f o r  enhancing q u a l i t y  
C i t y  C l e r k  s e r v i c e s  are d i r e c t e d  s p e c i f i c a l l y  towards  
San Diegans  whose second language i s  Eng l i sh .  

a .  	P r o v i d e  i n f o r m a t i o n  t o  t h e  p u b l i c  i n  o t h e r  l anguages .  
The C i t y  C l e r k ' s  b r o c h u r e  and o t h e r  i n f o r m a t i o n  p i e c e s  
( r e g a r d i n g  C i t y  s e r v i c e s )  c u r r e n t l y  a v a i l a b l e ,  s h o u l d  b e  
t r a n s l a t e d  i n t o  S p a n i s h  and o t h e r  l anguages  s o  t h a t  t h e y  
may r e a c h  a l a r g e r  aud ience .  

b .  	 I n c r e a s e  a v a i l a b i l i t y  o f  b i l i n g u a l  s t a f f  t o  t h e  p u b l i c .  
Expand t h e  b i l i n g u a l  s t a f f  t o  i n c l u d e  o t h e r  l anguages  i n  
a d d i t i o n  t o  Span i sh  t o  r e spond  e f f e c t i v e l y  t o  t h e  needs  
o f  non-English s p e a k e r s .  

c .  	Create a m u l t i l i n g u a l  computer  i n f o r m a t i o n  s t a t i o n  t o  
p r o v i d e  f a s t ,  up- to-date  i n f o r m a t i o n  a b o u t  C i t y  s e r v i c e s  
t o  t h e  c i t i z e n s .  I n  a d d i t i o n ,  a TDD machine t h a t  
r e c e i v e s  and sends  i n f o r m a t i o n  i n  f o r e i g n  l anguages  
c o u l d  b e  used  t o  b e t t e r  s e r v e  o u r  h e a r i n g  i m p a i r e d  
community. 

d .  	 I f  f u t u r e  s t u d i e s  i n d i c a t e  a h i g h  demand f o r  t h e  
s e r v i c e ,  t h e  C i t y  Counc i l  d o c k e t s  ( d i g e s t  e d i t i o n )  c o u l d  
b e  p r i n t e d  i n  Span i sh  and o t h e r  languages .  Research 
c o u l d  a l s o  be  done t o  p u r s u e  t h e  p o s s i b i l i t y  of  
p r o v i d i n g  a Dial-A-Council b r o a d c a s t  i n  Span i sh  
s i m u l c a s t .  

e .  	Adver t i sement  o f  government s e r v i c e s  i n  l o c a l  community 
newspapers .  Community newspapers  p r i n t e d  i n  f o r e i g n  
l anguages  c o u l d  b e  u t i l i z e d  t o  in fo rm m u l t i l i n g u a l  
communit ies  a b o u t  t h e  t y p e s  o f  C i t y  s e r v i c e s  a v a i l a b l e  
t o  them. 
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E. 	 Development and Implementation of Employment Training 

Programs That Will Meet the City's Requirements in the 

1990's. 


1. 	 In light of the predicted changing demographics for the 

County during the next decade, the City's role for 

developing employment training programs should be 

expanded to include cross-cultural, vocational and 

foreign language training programs such as: 


a. Training or educational seminars for City employees that 
will inform and sensitize them to the cultural needs and 
aspects of the ethnic and senior groups in San Diego. 
This would include seminars on promoting good public 
relations with the culturally diverse segment of our 
community (similar to police personnel training) . 

b. Hire more qualified multilingual individuals for high 

public contact positions. This approach will allow City 

employees to assist more citizens and provide 

information about City services. 


c. Development of a technical skills program and vocational 

training program to assist current and future employees 

in advancing their careers. With so much emphasis being 

placed on the advancement/training of the professional 

class of City employees (Supervisor's and the Management 

Academy), the resource of technical skilled employees 

continues to decrease. 


Conclusion: 


The preceding information can be considered as a minute sampling 

of possible changes that may assist the City in meeting the 

demographic challenges for the 1990's. As new programs, 

innovations and ideas find their way into the City's evolving 

system, still more changes will become necessary to meet the 

demands of our dynamic and ever changing community. 


Respectfully Submitted, 
n 

Charles G. ~bdelnour 

City Clerk 



